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Introduction
Human resource management is essential in developing a company and strengthening its foundation base. It functions the business operations of an organization in several ways as it recruits, directs and manages employees within an organization. It also manages issues related to performance management and compensation. The entire discussion is done on the Tyrone Superstore Pvt.ltd. Company is dealing in the supermarket retail industry. HR management helps an organization to ensure its safety and wellness. It motivates the employees and trains the employees to assist in their development. In this essay, a detailed analysis of the HR management practices, its theories, key principles and policies are discussed. In developing the skills of the employees, HRM trains the employees and engages the employees in the organizational activity, motivating them. In a nutshell, it directs the overall performance of the employees and assists the organization in gaining organizational objectives and sustainable competitive advantages. All these are analyzed and evaluated in detail in this essay on the perspective of the Tyrone Superstore company. 

Critical Analysis
Importance of HRM in developing organizational performance
Human resource management of a company performs several activities in gaining organizational objectives. It recruits the employees as per the need of the organization and job role, trains the employees about their job task and helps to gain skills that the performances of the employees can add value. It motivates the employees to render their best performance, balance th4e workplace ambience, identify disputes in organizational as well as employees; activity and manage the disputes, makes and ensures the betterment of the public relation. The HR department of a company has several crucial roles to play, so having proper HR practices are essential (Harris and Ogbonna, 2001). The strategic managing of human resource departments involved in making crucial decisions on behalf of the company, it sets the salaries and wages of the employees of an organization, ensure the work responsibilities of the risk management and ensuring the safety of the employees. The HR department reduces liability issues and minimizes unwanted expenses. The departments coordinate the training schedule of the employees and also accomplish the orientation of the new employees. Running an organization smoothly satisfaction of the employees is highly essential, and it is the responsibility of the HR management to ensure the satisfaction of the employees (Chron.com, 2020). 
Evaluation of theoretical and real-life approaches of HRM to gain organizational objectives and sustainable competitive advantages

There are several theories of Human Resources Management which are essential to understand the importance of the HR department in gaining organizational goals and competitive advantages. There are a large number of supermarkets. Tyrone superstore is one of them. It is the theory of HRM that helps to make strategies and make the company different from other competitive brands in the supermarket industry. Some of the most suited theories of Human resource management are strategic theory, contingency theory, descriptive theory, universal theory, resource-based theory and soothers.

Universalistic theory:
According to this theory, the relationship between organizational performances and human resource management is linear. This theory also termed as the “best practice” human resource management. It is also known as the “high performances work practice”. This theory is accepted by all and successful also that is the reason it termed as Universalistic theory. This theory depicts that the success of an organization can be measured best in the yardstick of financial performances like profit, sale value, and market share (Syed and Jamal, 2012). In the view of Pfeffer, there are mainly sixteen yardsticks or practices or metrics that are essential and useful in measuring organizational success, and these practices can influence the success of the company and its growth. Security Of the employment, higher salary, sharing of information, employee ownership, rewarding and paying incentives, long term plan, promotion, wage compression, providing training and boosting the skills of the employees, redesigning the job, empowerment and participation, selective recruitment, egalitarianism, cross-training and cross-utilization, overarching philosophy and Practices of measurement are the metrics which have the potential to influence the growth of a company. Proponents of universalistic theory believe that the HRM contains universal practices. This theory can be used by any organization for seeking growth (Ac.in, 2019,). This theory goes against the belief of environment, culture, heterogeneity of employees and behavior of the employees. This is a highly applicable theory that can envision universality. 




Contingency theory:
Selznick, Burns and Stalker, Woodward, Lawrance and Lorsch and Thompson are the innovators of the theory of contingency. According to this theory, the relation between relevant dependable variables and independent variables varies. Size of the company, age of the company, capital intensity, technology, ownership, industry sector and location have a great role to play. This theory implies a complex and complicated interaction among several components. HRM variable, performance indicator, contingency factors have interrelation in between it. This theory describes the definitions of strategy, policy, aims and other activities of the human resource department. The validity of HRM depends on the organization's circumstances. It delineates how the organization maintains the human resources display the universalistic views, the way an organization recurrent the trends, changes in the scenario of the political, social and economy with the help of emerging technology in relation with the contingency theory. It is the most appropriate theory to identify the need, structure size, people, employee and external environment. It also delineates the process which helps to implement the practices, process and procedures (Boselie, et al. 2005). This is also termed as situational theory.

Configurationally theory:
It is the combination of a few theories and perspectives that are integrated applications for the company. The theory controls the HR system to achieve greater performances. It helps gain corporate objectives with the help of strategies that are appropriate and applicable to the business. It has the holistic principles. It is applicable for sole units. The meaning of holistic depicts the attempts to apply and cover all possible and suitable practices and views to gain the desired common goals.  It is a combination and systematic approach of the entire relevant concepts and viewpoint to specific theories and models. It is the collection of techniques and concepts that are appropriate and favorable to the behavioral, neoclassical, scientific, classical, universalistic and contingency theories. The demand for reward, estimation of successful performance and estimation of probable effectors, are the three factors that combined define motivation (Meyer, et al. 1993). It is a useful theory that is utilized to produce description, prediction and explanation of diversity within the organization. 
The Tyrone superstore needs to develop effective HR practices to gain competitive advantages which help the company to sustain in the market of trade. The human resource management is also helpful in achieving the business goals of the company. The theories that are detailed in the above are highly crucial in gaining competitive advantages and applying HR practices in the business operations of the organization. The theories of HRM are essential to gaining new strategies which are essential and have a potential impact over the growth of the organization. Strategies are crucial in the development of the organization and gaining an advantage.  

Key principles of Human Resource Management:
Principles are key factors that monitor the work process and activity of HR management. Some of these essential key principles that add values to the organization and assist in gaining competitive advantages are discussed below.
· Organizations hire employees for their attitudes and recruit them on the basis of the skills of the employees.
· The process of hiring employees is slow, but they eliminate the employees fast.
· The HR department makes complex works and activities into a simple one to make the process simple and easily adaptable (Trainingmag.com, 2020).
· The company recruits the employees after several stages of examination as the organization recruits the employees for the long term till the retirement.
· Though it praises the attitude of the candidates, yet it respects the intelligence of the candidates (Carpenter, et al. 2009).
· The HR department is highly responsible for the development of the employees, so it's highly accountable for each and every activity and making decisions. 
· Commitment and competence are also essential principles of the HR department (Corporatefinanceinstitute.com, 2020).


Policies of human resource management
Workplace diversity: the department of HR develops an atmosphere of diversity within a workplace as it helps to generate the team spirit within the employees which assists in developing the bonds among the employees and also enrich the quality of the work that the employees produce.
Labor management: labor is one of the essential pillars of an organization. It is highly crucial to have the proper management to control the labor force and productivity. Scalability within labor management is essential to maintain balance among the employees.



Compensation and benefits:	 it is the responsibility of the HR department to secure the benefits of the employees. HRM not only secures the rights of the employees but also compensates the employees where it is necessary. The management develops rules and regulations related to the safety and security of the employees within the workplace (shrm.org, 2017).
Employee development: it is the subject to monitor the HR management to ensure the development of the employees and workers to enhance their skills and ability. The HR department organizes training and development sessions to increase productivity.
Health, safety and security: it generates several laws and schemes to benefit the employees and secures their rights. It follows the labor laws and government regulation to ensure high quality and authenticity (Stone, et al. 2007).
Employee relation: relations among the employees and in between the employees and the managers are crucial to make sure the development of the organization and ensure the growth of the company.
Human resource research: the HR management always does active research to increase the profitability and add a high level of business values to the organization (Briscoe and Schuler, 2004). 
Training, development and employment engagement
Train the employees, development of the employees and engagement of the employees, is different from one another, but these three terms are closely related to each other. All these three activities come under the activity of the HR department. It is the responsibility of HR management to ensure the up-gradation of the employees in order to ensure the growth of the company. Training is the systematic processes of policing and improving the necessary skills of employees in the perspective of the assigned organization. Training makes employees more perfect and skilled. Training is entirely focused on the job. On the other hand, development is pointed at soft skill orientation and psychological enrichment (Whatishumanresource.com, 2020). Training and development both are essential for the employers as it ultimately reflects on the profitability of the organization. Engagement of the employees in a workplace assures the commitments of the employees towards the organization. It denotes that the employees must align them with the goals of the organization, its values and objectives (Gruman and Saks, 2011). Joining the process of organizational development, the employees also enhance their own development. The three primary components of the engagement of the employees are attitudes of the employees, their behavior and the outcomes of their efforts. The HR management monitors and controls the entire process and ensures both the growth and betterment of the company and the employees (Shuck and Wollard, 2010). 

Conclusion
The importance and necessity of human resources management theories are huge in developing effective strategies to gain organizational success. HRM is an essential department of several management systems that has the potential to align the diversity with organizational success and business advantages. Employees and customers are the main stakeholders that help the company to attain its corporate objectives. In developing the business growth of the company, the company must have good terms and communication with both the employees and customers as employees are essential segments that interact with the customers and their needs and identify the future perspectives for the company. HRM department not only makes strategies to gain the goals but also help the company in developing the customer relationship and creating the brand image.
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